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CHAPTER I
INTRODUCTION TO THE STUDY
Introduction
It is necessary to make educational programs 
the best that they can be and many educational programs 
strive for perfection. In order to better an educational 
program, first an assessment of the program's strengths 
and weaknesses must be taken followed by ways to improve 
the strengths and lessen, if not eliminate, the 
weaknesses. Development of the teachers and teaching 
methods through supervision or evaluation could prove to 
be a step in the direction of improvement.
Evaluation and supervision are terms which are not 
synonymous; each serves a different purpose. In defining 
these terms briefly, "evaluation is judgemental and finds 
its foundation in law or statements of policy" 
(Nottingham and Dawson, 1987, p. 4). It "may influence 
salary increases, promotions and tenure decisions" 
(Acheson and Gall, 1980, p. 16). Supervision, on the 
other hand, has many different meanings. Nottingham and 
Dawson (1987) explain the objective of supervision as 
"the improvement of Instructional performance through a 
carefully planned and executed cycle of supervisor 
observations" (p. 6). Aside from supervision and 
evaluation, there are other ways in which educational
institutions aim to improve instruction. Pre-service and 
in-service training, seminars, conferences, and support 
groups are some other methods which institutions consider 
as part of program improvement.
S£3tement of the Topic
This study describes the extent to which Turkey uses 
evaluation and supervision to revitalize English as a 
Foreign Language (EFL) preparatory programs. The study 
further defines the weaknesses and strengths of the 
present forms of teacher development found in four 
English medium universities in two cities in Turkey, and 
subsequently describes what form of teacher development 
may prove effective for the improvement of education. 
The English medium universities selected for this study 
all have EFL preparatory programs. They are Bilkent 
University and Middle East Technical University in Ankara 
and Bosphoros University and Marmara University in 
Istanbul;
Although this study is based only on four 
universities, and on only one of the elements in the 
educational system, it is expected to be applicable in 
some respects to other university preparatory programs in 
Turkey. Using this research as part of a framework, 
teacher trainers and administrators at Turkish 
universities can create teacher development models 
suitable for their preparatory school programs.
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statement of Pureose
The concept of instructional supervision is fairly 
new worldwide. There are various definitions which can 
be given for supervision and thus it is still an 
unfamiliar concept to many teachers and program 
administrators. In Turkey there is no standard definition 
or practice of supervision. This study exposes some of 
the concepts of teacher development presently in Turkey, 
whether they go under the name of supervision,
evaluation, or pre-service or in-service training. Those 
institutions which recognize that they can improve their 
instruction through teacher development can benefit from 
this study.
Statement of Methodology
A survey of related literature provides the
necessary background for developing a teacher development 
model suitable for Turkish English Language preparatory 
programs. A close look at some definitions presented in 
the literature is a necessary step before collecting data 
on the present situation in Turkey. Once the definitions 
have been specified, they serve as the basis for the 
questions asked in collecting data. As this study is 
based on the premise that a difference exists between 
evaluation and supervision, literature on supervision and 
evaluation as defined by noted authors in the field of 
educational assessment brings forth specific definitions
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of these two terms, and shows how they differ from one 
another. Literature on the attitudes of teachers, 
teacher trainers and administrators toward supervison and 
evaluation expands the definition of and differences 
between these terms. The last section of the literature 
survey aims at describing some characteristics of EFL 
programs in Turkey. Printed material on the present 
state of EFL and EFL supervision in Turkey is not 
available. Therefore the portion of the study which is 
concerned with EFL in Turkey will be based on the 
Information collected through interviews.
The next stage of the study is data collection. The 
data collection stage consists of interviews with teacher 
trainers and administrators from the four specified 
universities. The interview questions (see Appendix I) 
are based on the information derived from the literature 
on the definitions of and attitudes toward supervision 
and evaluation. Combining the data from the interviews 
(see Appendix II) along with the information found in the 
literature review, the study gives an overview of 
the present state of supervision and evaluation from the 
administrators' point of view at four English medium 
universities in Turkey. Thus, a conception of whether 
evaluation or supervision or another form of assessment 
is being employed develops. From the findings, a 
definition of teacher development suitable for Turkish 
university EFL preparatory programs is presented.
starting fi'om this definition, universities, the 
specified four and others can develop models suitable 
for their institutions and thus take a step toward 
improving their educational programs.
Statement of Limitations
This study limits :.tself to the domain of EFL 
teaching, even though supervision and evaluation in other 
areas of education may be 1‘ound in the literature survey.
The concept of tesacher development, be it 
supervision, evaluation or some other form of assessment, 
being fairly new, is ever changing. EFL teaching and its 
methods are also changing cit a fast rate. Therefore, the 
findings of this study are; limited to the time in which 
the research takes place. The conclusions arrived at are 
based on data collected at a specific time.
Although any supervision or evaluation program is a 
system, the scope of this study is limited to only one 
aspect of these systems, that being the administrators 
point of view. Therefore this study should be taken into 
consideration within these limits and utilized together 
with other studies on teachers and students points of 
view.
Statement of Organization
The first chapter of this study gives an 
introduction to the study; it states the topic, purpose, 
methodology, limitations end organization of the study.
The second chapter consists of a survey of related 
professional literature. Following the literature 
review, the third chapter describes the methods used in 
the process of the study, including how literature was 
obtained and data collected. The fourth chapter of the 
study presents and analyzes the data collected. The 
fifth and final chapter reflects back on the literature 
review and the findings from the data, compares, 
contrasts and draws conclusions on the present state of 
and attitudes toward supervision in Turkey. This 
concluding chapter also suggests forms of teacher 
development which will be beneficial for the improvement 
of EFL preparatory programs in Turkish universities.
CHAPTER II
REVIEW OF LITERATURE
In this chapter definitions of supervision and 
evaluation are given. Following the definitions of these 
terms attitudes of teachers, teacher trainers and 
administrators toward these concepts are presented to 
broaden the definitions.
In everyday language, evaluation, supervision and 
analysis of teaching sound pretty much the same. 
There are important differences, however, when we 
consider who will do it and why. An evaluator can 
either value or devalue something. A supervisor 
can either oversee, inspect, and look for what is 
wrong or have ’super-vision’ to perceive what will 
make things even better {Acheson, 1989 p. 1).
Considering what Acheson says, evaluation is judgmental 
and based on policies or laws set by educational
institutions and government. It can lead to salary 
increases, promotions, demotions or even discharges, and 
the power to evaluate usually lies with the
administrators or government. According to Costa (1980), 
”it is a line-staff authority position” (p. 6).
Supervision on the other hand, involves an interaction 
between the teacher and the supervisor. Contrary to the 
role of the evaluator, the supervisor’s role is more that 
of a partner, an observer and data collector, a guide of 
sorts, helping the teacher to discover shortcomings and 
strong points related to teaching methods used.
When the terms are confused in the minds of
administrators, teacher crainers and teachers, the 
efforts put into improving', the educational program lose 
much value. Lack of distinction between these two terms 
can cause suspicion, confusion and even hostility. 
Potential problems can be avoided by defining each term 
in detail and making distinctions between them.
Evaluation
"Within the word evaluation is the little word 
'value'. The task of evaluation includes making such 
reasoned value judgements on the form about the teacher's 
performance of a specified skill" (Costa and Garmston, 
1986, p. 10). Monahan and Hengst (1982) support this view 
by stating that in evaluation "it is necessary to 
discriminate among the teachers on bases that go well 
beyond personal preferences" (p. 311). They further 
state
evaluation is a process designed intentionally to 
improve the rationality of decisions made about 
the value or worth of an individual's 
performance. But Its uniqueness derives from 
its value-assigning characteristic, which is 
especially sensitive when the performance of 
people is concerned (Monahan and Hengst, 1982, 
p. 311).
In educational evaluation, value is related to the 
competence of a teacher. King (1981) in Haller and 
Strike (1986) gives the types of variables involved in 
judging teacher competence:
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1. Product variable - measures changes in the 
students’ behavior, learning and attitudes.
2. Process variable - looks at teacher 
behavior which can promote student 
learning (i.e., praising students, well-planned 
lessons and pupil control)
3. Professional variable - professional activities 
conducted outside the classroom (university 
courses taken, membership or supervisory role 
in student clubs or school committees).
4. Presage variable - involves personal character­
istics of the teacher which are believed 
to influence classroom performance (personality 
attributes, level of college achievement and 
verbal ability)
5. Personal variable - the teacher's non-profes­
sional in-class and out of class activities 
(pp. 291-292).
Value judgements in evaluation must have sound 
bases. As Witrock and Wiley (1970) state, evaluation 
requires "explicit statements and objective measures 
of the bases of the methods of evaluation. Making 
explicit and measuring the bases of our judgements are 
central to the empirical study of evaluation of
instruction" (p. 311).
Garmston and Costa (1986) list the purposes of 
evaluation as:
1. Meet contractual requirements such as 
punctuality, attendance at extra-curricular 
events, performance of assignments.
2. Monitor professional conduct such as attire, 
mental health, participation in district 
staff development, and enthusiasm.
3. Certify the effectiveness of instructional 
practices to the board, staff and community.
4. Make commendations for excellence in 
instructional practices.
5. Meet legal requirements determined by board 
policies and state mandates.
6. Apply district adopted criteria for judging 
instructional effectiveness.
7. Identify instructional deficiencies and plan
H
learning opportunities to remediate those 
def iciencies.
Guarantee minimum uniformity of instructional 
and curriculum procedures <pp. 8-9).
Although the purposes of evaluation are mainly to 
make judgements and decisions concerning the status of 
the school in the community and the position of teachers 
in the institution, Monahan and Hengst (1982) also 
mention that another purpose for evaluation should be 
given consideration, that of helping the teachers become 
better at their jobs.
DeRoche (1981) identifies factors for consideration 
in an evaluation process which involves the teacher's 
input and enhances the teacher’s professional 
development. He states that the evaluation process must
1. Involve the superintendent, principals, 
and teachers
2. Identify the number (of teacher evaluations 
per year) and area of emphasis (personal 
characteristics, instructional role, etc.)
3. Clearly state the purposes for the 
evaluation
4. Include pre- and post-conference regarding 
the evaluation
5. Fully inform teachers about the scope of the
evaluation process; i.e., classroom
observation, conferences, other documentation 
to be gathered by the principal (daily 
journals, memorandums, etc.)
6. Spell out causes for termination of a 
teacher contract following state law and 
local collective bargaining agreements
7. Be based on factual descriptions, not 
interpretations or conclusions; that is, the 
use of evaluative information other than the 
performance evaluation, or (principal’s daily 
journal, etc.) must be complete, objective, 
and defensible
8. Be open to teacher review
9. Represent a fair sampling of the teacher’s
1,0
performance; i.e., show a pattern of 
performance over a period of time
10. Inform the teacher, as early as possible, 
about any deficiencies in p^ erf ormance.
11. F^rovide the teacher with opportunities to 
correct deficiencies
12. Guarantee equal treatment regardless of
personal status, race, sex and age {pp. 141-
142) .
Worthen and Sanders (1987) view evaluation as 
consisting of two parts: formal and infoi'mal. They 
define formal evaluation as defining criteria, being 
structured, systematic and thorough. On the other hand, 
they state informal evaluation as being based on 
subjective views on choice.s between alternatives. Levin 
and Long (1981) also make this distinction. They define 
informal evaluation as being "based on experiences, 
values, and knowledge.... not involving explicit 
description of experiences, nor entailing the basic data 
or values that led to those decisions or judgements" (p. 
38). Formal evaluation, on the other hand, as stated by 
Levin and Long (1981), "provides explicit statements of 
judgements and decisions and includes objective measures 
on which to base those judgements and decisions" (p. 38).
Worthen and Sanders (1987) list six roles of 
formal evaluation:
1. To provide a basis for decision making and 
policy formation.
2. To assess student acheivement.
3. To evaluate criteria.
4. To accredit schools.
5. To monitor expenditure funds.
6. To improve educational materials and 
programs (p. 5)
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Acheson (1989) believes that tension develops 
b6;tween the need to evaluate teachers fc>r accountability 
to taxpayers and the need to "provide support and 
encouragement to teacliers so thcry cciU develop skills,
expand their repertoires of teaching strategies....and
improve their effectiveness" (p. 8). He places these two 
opposing needs under the titles of 'formative evaluation' 
as the latter and 'summative evaluation' as the former. 
F^ opham (1988,' discusses formative and summative 
evaluations and presents their advantages and
disadvantages. He favors formative evaluations in that 
they
help teachers improve their Ln.struction. Because 
formative teacher evaluation promotes discovery 
and self-education, it is quite acceptable for a 
supervisor's classroom obseivtttion to conclude 
with the sup>ervisor ' s tell trig the teacher, "you 
might want to try procedure >: (p. 276).
Popham believes that summative teacher evaluations do not 
provide an opportunity for improvement and since they are 
used for decisions such as hiring, firing, appraisals and 
promotions, they present the shortcomings of teacher 
evaluation systems.
Nottingham and Dawson (1987) di.scuss ways by which 
evaluation can be conducted. One method of evaluation 
uses teacher observations. Nottin.gham and Dawson (1987) 
present items for such an evaluation instrument. The 
items are divided into 5 categories:
1. Productive Teaching Techniques
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2. Positive Interpersonal Relations
3. Organized/Structured Classroom Management 
A. Intellectual Stimulation
5. Desirable Outcomes of Classroom Behavior 
(P. 35)
Alternative sources for data collection in an evaluation 
are also suggested by Nottingham and Dawson (1987). The 
authors give these suggestions especially for university 
settings. The first alternative source is student 
evaluation, which must be based on descriptive
statements. The other source of data suggested is the 
collection of artifacts such as lesson guides,
assignments, tests and practice activities.
In an evaluation it is necessary that all the 
persons concerned must be aware of the criteria by which 
the evaluation is conducted. Wise, et al. (1984), in 
Nottingham and Dawson (1987) present five problems which 
are apparent in teacher evaluation:
1. Principal incompetence
2. Teachers' resistance or apathy
3. Lack of uniformity and consistency
4. Inadequate training for evaluators
5. Shortcomings in evaluation of school 
staff and specialists (p. 5)
Wise, et al., also state that teachers who are evaluated 
complain that they are not given feedback of the 
evaluation. Teachers, they feel, would prefer negative 
feedback rather than no feedback at all.
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Supervision
The main concerns of an educational program should 
be the student and finding ways to improve learning. 
Since teaching directly affects learning, improvement of 
in class performance of the teacher can improve learning. 
.Sergiovanni and Starrat (1979), in Goldhammer. Anderson 
and Krajewski (1980), define instiuctional supervision as 
a means of improving the quality of teaching and 
learning, by stating that "instructional supervision 
refers to face-to-face encounters with teachers about 
teaching, with the double-barreled intent of professional 
development and improvement of instruction" (p. 19).
Tanner and Tanner (1987) support this view by stating 
that "the major emphasis of supervision should be on 
improving the quality of teaching and learning" (p. 46).
Costa and Garmston (1986) believe that all 
supervision is organized around three major goals:
1. Creating and managing trust
2. Facilitating teaching and learning
3. Developing teacher autonomy (p. 14)
Tanner and Tanner (1987) further state that "supervisors 
are effective only to the extent that they can assist 
teachers in solving classroom problems" (p. 105). 
Identifying problems and reaching solutions can lead to 
Improved conditions in any institution and can provide a 
means of development in any field.
Although supervision is aimed at improving the
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supervisor should not function as a crutch for the 
teacher. According to Nottingham and Dawson (1987),
the long range goal of supervision is the 
development of a more autonomous, self-directed 
teacher, one who will accept input on the 
instructional act, evaluate it and then make the 
changes necessary for improved instruction (p. 2).
In effect the teacher must, with the aid of the
supervisor, clarify the objectives of learning and agree 
on factors which will improve the class environment and 
the teacher's teaching strategies. Then it is up to the 
teacher to recognize and thus profit from the
observations when they are viewed with the supervisor. 
Costa and Garmston (1986) support this view and show the 
important role of the teacher as the decision maker and 
assessor in the supervisory process by stating that, "the 
supervisor asks the teacher to identify those success 
criteria for which the teacher is striving in a 
particular lesson and the supervisor avoids making value 
judgements and invites the teacher to evaluate class 
performance according to the criteria that were set out 
in the pre-conference" (p. 10).
Gebhard (1984) suggests five functions of a 
supervisor:
1. To direct or guide teachers' training.
2. To offer suggestions on the best way to teach.
3. To model teaching.
4. To advise teachers.
5. To evaluate teachers' teaching.
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Many methods of supervision are presently being 
used by educational institutions. Gebhard (1984) 
suggests five models:
1. Directive
2. Alternative
3. Collaborative
4. Non-directive
5. Creative
The role of the supervisor differs in each model. 
Gebhard (1984) defines the models of supervision and the 
roles of the supervisor as follows:
sUB®CYision resembles evaluation in that 
the supervisor directs and informs the teacher about 
teaching techniques models teaching behavior and 
evaluates the mastery of defined behaviors. Although
directive supervision has advantages over evaluation in 
so far as it takes the teacher into consideration, there 
are disadvantages. Directive supervision requires 
definition of 'good' teaching. Concepts of 'good'
teaching behavior differ according to the individuals and 
the environment concerned. Other problems in directive 
supervision are accountability in the classroom and the 
negative humanistic consequences that it may create. 
Teachers under directive supervision face feelings of 
inferiority and threat.
In alternative supervision the supervisor suggest 
a variety of alternatives to what the teacher does in the 
classroom. This method has the advantage of reducing the
16
anxiety felt by the inexperienced teacher.
The supervisor in collaborative supervision works 
with the teacher but does not direct the teacher. 
Cogan’.s (1973) clinical supervision is considered a 
collaborative supervision method, and requires the 
sharing of ideas between teacher and supervisor.
The non-directive supervision method concerns 
itself with the feelings of the teacher. The supervisor 
does not direct the teacher but during the feedback 
sessions with the teacher, the supervisor paraphrases 
what the teacher says. The drawbacks of this method are 
seen in inexperienced teachers. The inexperienced 
teacher needs direction and carrying the responsibility 
of decision making can cause anxiety and alienation.
supervision can take three forms. It may 
be a combination of the previous models, may use insights 
from other fields in which supervision is conducted or 
may shift supervisory responsibilities from the
supervisor to the teacher (pp. 502-503).
attitudes toward Supervision and Evaluation
McLaughlin and Pfeifer (1988) believe that when 
instructional improvement is the objective of a program 
then the teachers must be asked what they need as far as 
activities which can create this improvement. Tanner and 
Tanner (1987) support this view and emphasize the 
importance of the teachers' attitude toward supervision.
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They refer to Newlon’s 1923 National Education 
Association (NEA) address;
No system of supervision will function unless the 
attitude of the classroom teacher is one of 
sympathetic cooperation. The attitude of the 
teacher will be determined by the kind of 
supervision that is attempted (p. 49).
Lyman (1987), McLaughlin and Scott (1988), Popham 
(1988), and Perloff, et al. (1980), all concur that the 
key to supervision is building trust between the 
supervisor and the teacher. Once this trust is 
established, teachers feel free to share information and 
express their feelings regarding their jobs with the 
supervisor.
Negative attitudes toward supervision stem from 
the confusion between conceiving supervision as a means 
of helping the teacher, and supervision as a means for 
evaluating the teacher’s performance. Tanner and Tanner 
(1987) state that
many teachers are afraid to ask for help from 
supervisors because they believe that by exposing 
a problem with their teaching, they are inviting 
a low evaluation of their work from the 
principal; good teachers do not have problems, or 
so the myth goes, and any help that might be 
forthcoming is viewed as not being worth the 
risk (p. 105).
Lyman (1987) emphasizes the importance to teachers 
of being informed about the procedures, schedules and 
other expectations for improving teaching. He adds that 
the absence of this information causes worry and concern
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regarding the trust based relationship between supervisor 
and teacher. Lyman concludes that teachers "want 
positive comments or comments given in a positive tone" 
(p. 9). Acheson (1989) supports Lyman by stating that
"for many teachers, their self-concept or confidence 
level is fragile enough that having their teaching 
analyzed in a backward fashion can have devastating 
effects" (p. 3). Lyman (1987) also adds that the self 
confidence of new teachers is especially fragile and that 
new teachers are those most affected by negative
supervision. They are worried about kcieping their jobs 
or are worried about being rehired if they share their 
problems with the supervisor.
Attitudes toward evaluation are also both negative 
and positive. McLauglin and Pfeifer (1988) indicate that 
most teachers doubt the effectiveness of evaluation 
serving either accountability objectives or the
improvement of goals.
Popham (1988) gives the view of one teacher who 
believes that "principals, all too often incorporate a 
variety of irrelevant considerations in judging teachers, 
such as a teacher’s behavior in faculty meetings" 
(p. 277). Perloff, et al. (1980), in Worthen and Sanders
(1987) go a step further in questioning the judgement of 
the principal or an evaluator by explaining that
most individuals, evaluators included, pride 
themselves on their keen intuition and insightful 
observations of others. Most of us are unaware
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of the shortcomings of those intuitions. It is 
our contention, therefore that biases impact 
powerfully on evaluators' judgements, inferences, 
and decisions, and in large part evaluators are 
unaware of their influence (p. 284).
An extremely negative view of evaluation by a 
teacher is given in McLaughlin and Pf6;ifer (1988). The
teacher of ten years feels that evaluation is what
adminstrators use to fire personnel they dislike. Thus,
since the focus of evaluation is not on instruction,
instruction suffers, because teachers are too busy trying 
to impress the administrators rather than productively 
prepare lessons.
McLaughlin and Pfeifer (1988) also present some 
positive views on evaluation given by teachers. One 
teacher believes that evaluation makes her think of the 
purpose of her lesson. Another teacher feels that even 
strong and experienced teachers need to be challenged and 
this can be achieved through evaluation. One other 
teacher feels that evaluation and the pressure of 
expectations "keeps her on her toes."
ÇoDÇiysioD
The definitions of supervision and evaluation given 
in this chapter clearly make distinctions between these 
two concepts. Although at times the two concepts have 
similar insights and their goal is the improvement of 
education, their basic focuses are different. 
Evaluation, in general is used to make administrative
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decisions whereas supervision is a cool for enhancing 
teaching and aims to help the teacher develop 
professionally. The attitudes presented in the 
literature review also indicate that evaluation for 
teachers carries a more negative connotation than does 
supervision. Even though both concepts create negative 
and positive attitudes, supervision is more trust 
building and less threatening. A method of improvement 
which is less threatening and less deraeanining to the 
professionalism of the teacher will no doubt be more 
beneficial and effective. Therefore, in order for 
evaluation and supervision to function effectively, the 
two concepts must be held separately and the persons or 
offices conducting either must not confuse them. Only 
then can the concepts be made clear in the minds of 
teachers and evaluators. Once personnel are aware of the 
differences between evaluation and supervision they will 
feel less threatened and be more cooperative.
CHAPTER III 
METHODOLOGY
This chapter presents the process of this study, 
starting with the literature survey, followed by the data 
collection methods and data analysis procedures, through 
to the conclusions derived from synthesizing the findings 
from the literature with the data collected from inter­
views
Introduction
The aim of the study is to show the attitudes 
toward supervision and evaluation and the present state 
of these concepts as practiced in Turkish University EFL 
programs. Since the two above mentioned concepts are
generally thought of as being synonymous, I decided to 
clarify the two terms in order to make a distinction 
between them. To make this distinction, I began a survey 
of literature on the subject of supervision and 
evaluation.
iKBiaDAtion of Literature Survey
I researched a variety of professional materials 
from the libraries of Gazi University, Hacettepe 
University and M.E.T.U. In these materials I found 
several definitions of both evaluation and supervision. 
Once the definitions for these terms had been presented 
and distinctions could clearly be made between each term.
■m
Presenting the attitudes of teachers toward supervision 
and evaluation expanded the definition of the terms.
In the final stage of my literature review, I 
wanted to present information on the practice of 
supervision in Turkish EFL programs and information on 
the present state of EFL education in Turkey. I found no 
printed material on the subject; therefore, I made an 
appointment with the assistant English Teaching Officer 
at the United States Information Service to see if 
published or unpublished documents existed.
Unfortunately, she had no papers related to this study. 
Thus I decided to base the section on EFL in Turkey on 
the data collection gathered through the interviews I 
conducted.
Expi^DltioD of Collection Method
In the next stage of my research I interviewed 
teacher trainers and administrators at four English 
medium universities in Turkey, two in Istanbul and two in 
Ankara. These universities were Bosphoros University and 
Marmara University in Istanbul and M.E.T.U. and Bilkent 
University in Ankara.
I chose to conduct interviews rather than 
distribute questionnaires and I decided to collect 
information from administrators rather than teachers. 
The reason behind the former decision was that I wanted 
to use administrators as a starting point since the size 
of the population in this case would be small. Thus,
23
through this small sample size, I believed I could get a 
more representative sample quickly and administrators 
would provide me with a better over-all picture of the 
present state of evaluation and supervision.
In choosing interviews rather than questionnaires, 
I wanted to identify all possible relevant variables. 
Therefore, I believed that open ended conversations 
allowed me to identify more variables than would 
questionnaires. Moreover in an interview it would be
easier for me to explain the terms or to discover what 
the terras meant to those being interviewed.
Development of Interview Questions
I formed the questions (see Appendix I) asked at 
the interviews on information I had gathered in the 
literature survey. I structured the questions in order 
to understand whether the interviewees made a distinction 
between the terms supervision and evaluation.
ISElementation of Interviews
Once the interview questions had been prepared, I 
made appointments to see the department heads at the 
Istanbul universities. First I went to Marmara 
University.
The director of the English Language School at 
Marmara University spoke with me for an hour. The 
interview was conducted in an informal manner and the
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questions were answered while the director described the 
present teacher developmeni; process at the university.
The next day I visited Bosphoro.s University and 
spoke with an assistant director, of which there were 
four. The teacher development method used at Bosphoros 
University was not defined clearly, and therefore, my 
interview questions became irrelevant. The assistant 
director described the method used at Bosphoros 
University and defined supervisic>n from her point of 
view. Most of the information gathered on this interview 
described the structure of the Bosphoros University EFL 
program.
Once I had returned to Ankara, I made appointments 
with Bilkent University School of English Language 
(BUSED and M.E.T.U. At BUSEL, I visited the assistant 
manager in charge of teacher development. BUSEL had 
recently changed management and the assistant manager was 
trying to form a method of supervision. I spoke with her 
for an hour and found that her belief on supervision and 
her definition of the term reflected those I had found in 
the literature.
Next, I visited M.E.T.U. and contacted the 
coordinator in charge of teacher training. As a result, 
I found out that M.E.T.U. also had no systematized 
program of supervision. However, they conducted 
observations especially for new or inexperienced 
teachers, during pre-service and in-service training.
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lb® lD£®ryiew Questions
The interview questions were based on information 
gathered from the literature survey. Through the
questions I intended to find out the interviewees
perceptions of supervision and evaluation and whether 
they felt either was beneficial in the improvement of
instruction. I also intended to learn whether some form 
of teacher assessment was being implemented in these 
programs.
The Interviews were conducted informally. During 
conversations with the interviewees, I also discovered 
the problems they faced with their current teacher 
assesment programs. The interviewees also described 
their future plans for teacher assessment.
The following are the questions asked during the 
interviews.
1. Are you currently using a method of
instructional supervision in your present program? If 
yes, describe the procedures involved and Identify the 
person or office who conducts the supervision.
With this question I wanted to enter the subject of 
supervision and to find out if supervision was being 
employed at the preparatory school of each university. 
The question allowed the respondents to give a general 
overview of the methods being used at their universities 
and provided information on how supervision was viewed by 
the staff.
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2. What are the qualifications required of the 
person who conducts the supervision?
This question could only be answered appropriately 
it the answer to the previous questiijn was yes. However, 
even if supervision was not being conducted at the 
universities, the question would allow a discussion of 
teaclier assessment and information on the person in 
charge of teacher assessment. The response to this 
question also revealed whether the supervisor or 
evaluator was hired based on experience in the field or 
experience in teaching and whether the university hired 
supervisors or evaluators on the basis of formal 
credentials. The question also led the interviewees to 
describe future plans for assessment programs.
3. What is the purpose of using Instructional 
Supervision?
Since this study was based on the premise that 
evaluation and supervision are not synonymous, the 
answers to this question revealed if the two are 
separated in the minds of the supervisors and 
administrators. Furthermore, the answers could show 
whether supervision was used for the purpose of improving 
teaching/learning or for the purpose of evaluating 
whether teacher performance was meeting goals.
A. Do you believe that supervision of instruction 
could be beneficial to the improvement of teaching and 
learning?
This last question was designed with the belief
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that supervision might not be understood or used by the 
universities. Therefore, the answer to this question 
further clarified whether the concepts of supervision was 
clear in the minds of the teacher trainers and 
administrators. It also revealed whether a program of 
supervision was presently being considered for these EFL 
programs.
of Pr§s®Di§£ion and Analysis of Data
The data gathered in the interviews was qualitative 
data. Details of the interview responses are presented 
in Appendix II. In chapter IV, I presented the data from 
the Appendix in a summary form. In these summaries I 
included the present forms of teacher assessment
implemented by each university, the person or office 
conducting the teacher assessment and the aim of these 
programs.
In the analysis of data, I made comparisons and 
contrasts between each of the teacher assessment programs 
and discussed their problems. I also gave an explanation 
of their needs and plans for the future.
In concluding the data analysis, I made
recommendations for future supervisory and evaluatory 
programs of the four universities.
SUMMARY
After reviewing the results from the interviews, I
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realized that the questions I had prepared for the 
interviews were not quite suitable for Turkey. My
questions were based on the literature I had gathered 
about supervision in Britain and the USA. Therefore, the 
respondents, being unfamiliar with the terms supervision 
and evaluation, had a difficult time making a distinction 
between the two. Thus the data I collected from these 
interviews were very general and covered quite a wide 
range. Grouping the answers into workable units also
posed a problem since each university employed a 
different method of teacher assesment. However, despite 
the problems, it was possible to make some
generalizations on what processes would be best for 
supervision in EFL programs at Turkish universities.
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CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA
This chapter presents a summary of the qualitative 
data collected during interviews with the four English 
medium universities in Turkey. An analysis of the data 
follows the presentations.
Presentation of Data 
Marmara University
The philosophy on supervision at Marmara University 
is that the aim of supervision should be to up-grade 
teaching.
Supervision at Marmara University is conducted by 
the director, for the purpose of upgrading teaching. 
The director meets each teacher individually once a year 
to discuss problems and the general situation in the 
class. Through the conferences the director aims to find 
out about the teacher as a person and to discuss any 
problems of procedure. The director does not observe 
classes, because he believes that the presence of an 
outsider in the classroom creates an unnatural classroom 
setting. Moreover, the director is in charge of
evaluating and supervising 70 teachers who work under 
him. The shortage of time and other duties given to his 
position make it impossible for him to plan for
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systematic observation. The director’s workload also 
limits conferences with teachers to once a year.
There are plans Eor implementing a system of 
supervision in the future. The director’s aim is to form 
a committee of four coordinators who will work under his 
supervision. These committee members will function as 
liasons between himself and the teachers. They will also 
be required to teach full time and coordinate syllabi. 
The qualifications whicli the director seeks in the 
persons selected for these positions are proven 
excellence in teaching, good human relations, experience 
in teaching, ability to model good teaching, and middle- 
age. The reason behind tie last qualification, that of 
age, is that the director feels someone of middle-age 
would be less intimidating to both younger and older 
teachers. (See Appendix II, Data Sheet I for details).
Bosphoros University
The philosophy on supervision at Bosphoros
University is that the bes·: teacher training is what one 
teacher tells to another.
Apart from the pre-s<irvice and in-service training 
programs, no standard supervision or evaluation exists at 
Bosphoros University. The training is the responsibility 
of four assistant directors:. Pre-service training takes 
place after hiring and lasts approximately one month. 
During that month teachers are acquainted with procedures 
and practices at Bosphoros Univer.sity. At this pre-
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service stage, potential teachers are required to observe 
classes at all levels. Approximately 10 to 15 hours per 
week are devoted to these observations. At the end of 
the one month pre-service process, the teachers attend 
two to three days of curriculum courses. Upon completion 
of the pre-service training, the teacher begins teaching 
and no further supervision or evaluation is conducted. 
However, an in-service training program exists which 
consists of weekly meetings to discuss curriculum
problems and personal problems teachers may be having 
with their classes. As part of the in-service program, 
prior to the beginning of each semester, all teachers 
attend two to three days orientation on new materials and 
changes in curriculum. Aside from the in-service 
training, teachers are also encouraged to attend 
occasional EFL seminars on and off campus. The assistant 
directors are available outside of these activities to 
help teachers with problems they may encounter during the 
semester.
Bosphoros University based its present teacher 
training program on a previously conducted needs 
assessment. They do not have any plans, as of the time 
of the interview, to accommodate a different system of 
teacher assessment (See Appendix II, Data Sheet II for 
further details).
Middle East Technical University
The philosophy on supervision at M.E.T.U. is that
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supervision should not be conducted for evaluative 
purposes. The process of supervision should be on-going 
and implemented through peers.
Aside from in-service and pre-service training, a 
standard form of supervision does not exist at M.E.T.U. 
Once teachers have begun their service, they are neither 
supervised nor evaluated. Supervision and evaluation 
exist only at the hiring stage. A jury of administrators 
and experienced teachers is responsible for evaluation 
and a group of ten administrators and teachers called the 
teacher education team is responsible for supervision at 
the pre-hiring and hiring stages. Before teachers enter 
the program they go through extensive testing and 
training. This training is called the pre-hiring stage. 
During pre-hiring, teachers take an exam and are 
interviewed. Following the tests and interview, they 
observe a class on video, discuss it and plan a lesson 
Next, they are required to prepare a lesson and give a 
demonstration of their teaching. The pre-hiring stage 
ends with acceptance or rejection of the teacher's 
application. Both the jury and the teacher education 
team are responsible for hiring new teachers.
Once hired, the teachers go through a month of in- 
service training. The first week of the in-service 
training introduces teachers to basic teaching 
techniques. During this week teachers also observe 
classes for approximately 10 hours. In the month 
following, teachers begin teaching and are observed by a
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tutor from the teacher education team. The tutor 
conducts observations on a friendly basis and helps the 
teacher adjust to the program. The tutor also answers 
questions the teacher may have and helps solve problems 
which may arise during that month. When the tutor feels 
the teacher is ready, a jury member observes the 
teacher's class for evaluation.
Future plans are being made at M.E.T.U for peer 
observation, where once a month teachers will observe the 
classes of other teachers. However, there is concern 
that such a program would upset the present trusting 
atmosphere of the school (See Appendix II, Data Sheet 
III).
Bilkent University
The philosophy on supervision at Bilkent is that 
supervision is meant to develop teacher awareness and 
perception of what happens in the class.
Bilkent University has just recently started a new 
supervision program which is composed of three stages; 
pre-observation conference, observation, and post­
observation conference. Supervision is conducted by the 
assistant manager in charge of teacher training. 
Observations are also conducted by both the director and 
the assistant director in charge of curriculum 
development. The former conducts observations for 
evaluative purposes and the latter for curriculum 
concerns. The two assistant managers and the manager
hold regular meetings to discuss the outcomes of their 
observations.
The supervision process follows five steps. In the 
first step the teacher trainer sets up a conference with 
the teacher to be observed. At this conference, the 
teacher is given an opportunity to describe the situation 
of the class and the problems. The teacher trainer then 
observes the teacher and collects data during the class 
session. After the observation the teacher trainer again 
meets with the teacher to analyze the data collected 
during observation. The teacher trainer may observe the 
teacher's class on several occasions if she feels it is 
necessary. If the teacher trainer believes that the 
teacher has shown no improvement during supervision, then 
she recommends that the manager observe the class for 
evaluative purposes (See Appendix II, Data Sheet IV).
Analysis of Data
An analysis of the presented data shows that a 
standard method of supervision did not exist at the 
preparatory programs of English medium universities in 
Turkey, with the exception of Bilkent University. Of 
the four universities studied, only Bilkent University 
employed a supervision program similar to the supervision 
programs described in the literature survey. However, 
since the BUSEL supervision program had started only 
recently at the time of data collection for this research 
study, the effects and the outcomes of the program were
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not observable. Two of the universities, M.E.T.U. and 
Bosphoros University, conducted some form of supervision 
and evaluation at the hiring stage. These universities 
had such intensive pre-hiring processes and the teachers 
selected went through such extensive testing and training 
that the administrators did not feel the need for further 
supervision or evaluation. Nevertheless, M.E.T.U. 
expressed a desire to implement a peer observation 
program but had fears that such a F->i'ogram would create 
insecurity and tension among the. teachers. Bosphoros 
University, on the other hand, received feedback on 
teachers’ classroom performance informally through 
students. The students are allowed to contact the 
administrators directly with academic problems. However, 
the feedback from students has the drawback of being 
biased and judgemental, which should be taken into 
consideration by the administrators. Marmara University 
differed from the other three universities in that 
supervision and evaluation both exist; however, they are 
conducted by the same person--the director--and neither 
supervision nor evaluation use classroom observations as 
a tool for collecting information on the teacher. The 
director uses interviews with teachers to get feedback on 
student performance and teacher concerns about 
curriculum.
As stated in the introduction, all educational 
programs should aim for Improvement of learning.
Improving teaching through supervision and evaluation of 
teachers was given as a means for achieving this goal. 
Taking the data presented into consideration, two of the 
universities did not supervise or evaluate teachers after 
hiring. One of the universities, due to lack of human 
resources and time, did not conduct a systematic 
supervision/evaluation process. The only university 
which used a systematic supervision process was too new 
to indicate the results of the supervision on improving 
teaching and learning. However, all of the universities 
in the study, with the exception of Bosphoros University, 
showed interest in supervision and held plans for the 
implementation of some sort of supervision program in the 
future.
The data also indicated that the administrators 
interviewed conceived of supervision and evaluation as 
two separate terms. However, with the exception of 
M.E.T.U., the two concepts were interrelated in 
implementation at the other universities in the study. 
Yet the survey of professional literature revealed that 
the success of the two processes depends highly on the 
clear distinction of the two practices in implementation. 
Moreover, these processes demand cooperation on the part 
of the teachers in order to foster improvement. Thus, 
when supervision and evaluation are practiced 
concurrently by the same authority, it creates distrust 
and negative reactions in the teachers. The distrust and 
negative feelings impede the success of either process.
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Conclusion
The survey of professional literature indicated 
that supervision and evaluation of teachers carry an 
important role in the improvement of education. 
Improving teaching will in effect improve learning. For 
improvement to take place, an existing situation must be 
analyzed and evaluated in an ongoing^ process. In the 
educational system, where the improvement of teaching is 
considered valuable in improving education, supervision 
and evaluation of teachers serve this function. However, 
the two concepts should carry different purposes and be 
implemented and conducted by separate authorities, whose 
functions and roles are clearly distinguished.
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CHAPTER V
SUMMARY, RECOMENDATIONS, AND CONCLUSION
This chapter gives a summary of the study and 
draws conclusions on the present state of supervision and 
evaluation in four English medium university preparatory 
programs in Turkey. Also presented in this chapter are, 
reccommendations for implementation of supervision and 
evaluation in these four universities.
Summary
This study aimed at defining supervision and 
evaluation, making a distinction between the two terms, 
while presenting current attitudes in educational 
programs toward these processes. The study also viewed 
the present state of EFL supervision and evaluation in 
English medium university preparatory programs.
The survey of professional literature proposed 
definitions of the two terms emphasizing differences, 
thus indicating the different purposes of evaluation and 
supervision in the improvement of education. The 
attitudes of teachers toward supervision and evaluation 
as presented in the literature survey brought out the 
problems created when the two concepts are confused in 
the minds of teachers and administrators.
The unavailability of printed material on 
supervision and evaluation of EFL programs in Turkey
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created the need for data collection through interviews 
with concerned administrators. A.s a result of the data 
collection, the present, state of EFL supervision and 
evaluation at preparatory programs of English medium 
universities can be sumraari.'zed as follows:
No standard method of supervision or evaluation 
existed in these programs with the exception of 
Bilkent University School of English Language.
Bilkent University's supervision process was 
very new and therefore the results of supervision 
and evaluation on the improvement of education 
could not be determined.
M.E.T.U. and Bosphoros University had extensive 
and intensive hiring and pre-service training and 
felt no need for further supervision or evaluation.
M.E.T.U. expressed a desire to implement peer 
supervision into the current program but feared 
creating insecurity and distrust in the teachers.
Marmara University conducted both evaluation and 
supervision concurrently through the director.
Marmara University did not conduct teacher 
observations.
M.E.T.U. and Bosphoros University conducted 
observations at the hiring level.
The authority in charge of supervision and 
evaluation is the same and the distinction between 
the two concepts is not clarified either in
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purpose or in procedure in the programs implementing
these procedures with the exception of M.E.T.U.
Recommendations
The qualitative data and the literature survey have 
indicated the present state of evaluation and supervision 
in Turkey as follows:
- Supervision in English medium university 
preparatory programs is only recently being 
implemented.
- Evaluation and supervision are conducted by the 
same authorities. In those universities where 
they are separated, the two authorities are 
nevertheless linked in some manner.
- Observations for either evaluative or supervisory 
purposes are not implemented as an on-going 
process. When observations are done, they are 
done only at the hiring stage.
- Shortage of financial and human resources as well 
as lack of time impede the effective operation of 
supervisory and evaluative processes.
- Plans for future programs in supervision are 
being considered.
Reviewing the present state of EEL supervision and 
evaluation in English medium university preparatory 
program.s in Turkey reveals the need for the following:
- Further research studies on the effectiveness of
Al
supervision and evaluation in Turkish EFL 
programs, which take into consideration the views 
of teachers.
- Studies on and development of models of 
supervision suitable for university preparatory 
programs in Turkey.
- More data on evaluation and supervision at all 
levels of the Turkish educational system. This 
data should include information on who conducts 
these processes, how they are conducted and for 
what purpose.
- Clarification of the distinction betvjeen 
evaluation and supervision; each serves a 
different purpose.
- Implementation of supervision and evaluation by 
separate authorities. Thus cooperation between 
teachers and administrators can be created, 
since confusion between the purposes behind these 
processes would be eliminated.
- Clearly defined criteria in evaluation based on 
the goals of the organization.
- Making teachers comfortable with the concept of 
supervision as a means to improve learning through 
improved teaching.
Conclusion
Since EFL teaching is an important concern of
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The development of models of supervision or evaluation 
which address this need and which are in line with 
cultural values is crucial for the improvement of 
teaching and learning English as a Foreign Language in 
Turkey.
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APPENDIX I 
INTERVIEW QUESTIONS
1. Are you currently using a method of instructional 
supervision in your present program? If yes, describe 
the procedures involved and identify trie person or office 
who conducts the supervision.
2. What are the qualifications required of 
who conducts the supervision?
the person
3. What is the purpose of using instructional 
supervision? (In this question I wish to find out from 
the intervievjee whether the supervision is practiced to 
improve teaching/learning or to evaluate teaching 
performance.)
4. Do you believe that 
be beneficial to the 
learning?
supervision of instruction could 
improvement of teaching and
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APPENDIX II
INTERVIEW DATA SHEET I
date
UNIVERSITY
INTERVIEWEE
: March 30, 1990
: Bosphoros University, Istanbul
: GQltac Horason, Assistant Director 
School of English Language
Philosophy on Supervision! The best teacher training is 
what one teacher tells another.
Observation! None conducted. Observation creates an 
unnatural atmosphere in the classroom. Therefore, the 
real problems cannot be analyzed.
I®âÇber development! Extensive pre-service training 
followed by in-service training.
Pre-service training includes!
Orientation to the curriculum, materials and 
methodology at Bosphoros University.
One month of observation at all levels upon 
hiring.
Observations approximately 10 to 15 hours per 
week during that month.
Pre-service teachers are given observation 
sheets to use during classroom observations. 
These sheets are solely for the benefit of the new 
teacher.
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- Following the observations teachers again
attend 2 to 3 days of curriculum courses.
Ir>“Ss!ryice training includes!
Once a week all teachers come together to talk 
about the currenc curriculum with the curriculum
committees and administration. Problems regarding 
the present curriculum are discussed at these 
meetings.
Prior to the beginning of each new semester, 
there is a 2 to 3 day orientation to introduce new 
books and new curriculum.
During the semester teachers are encouraged to 
attend seminars and conferences on EFL teaching.
Teachers are free at all times to discuss 
personal or professional problems with the assistant 
directors.
Teacher deyeloement in the Bistj. Bosphoros University 
based teacher development on many different systems in 
the past. A needs analysis was conducted over the years 
in order to develop the present system. In the past, 
in-service training included workshops and more frequent 
teacher/administrator meetings. However, due to the 
decline in attendance at these meetings they were 
cancelled.
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Development Personnelj.
- At Bosphoros University, teachers work under a 
Director and four Assistant Directors.
- The curriculum committees form the link between 
the teachers and the administration.
- The director and assistants are responsible for 
firing and for dealing with teachers' problems.
- Hiring is done through extensive tests and the 
final decision is made by the Dean.
Achievement tests prepared by the curriculum 
committees and given every two weeks ensure that teachers 
keep up with the curriculum.
- Students are also iraforraed of the curriculum and 
therefore they also inform administration if the teacher is 
falling behind in the curriculum.
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INTERVIEW DATA SHEET II
date
UNIVERSITY
INTERVIEWEE
March 30, 1990
Marmara University, Istanbul 
Marvin Johnson. Director
PhilosoEhy QD SyE§Eyisigni_ To upgrade the teaching. 
Marmara University English Language Preparatory School 
chooses to follow management by objectives.
Qfes®Eyationsj. No observations unless the teacher 
specifically asks to be observed. The presence of an 
observer in the classroom only upsets teachers and 
students and creates an unnatural classroom setting.
DeyeloBment Programj.
- Marmara University does not follow any formal 
method of supervision.
-- The director and teacher meet to conference on 
grades, attendance and performance of students.
- The interest of the director is mainly on student 
attitudes. Through the students the director 
discovers the effect that the teacher has on the 
students and whether students feel they are 
learning.
- During the conference the director aims to get a 
view on the teacher as a person rather than to
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look at performance.
- If there are problems with late arrivals or early 
departures or other factors involving procedure, 
these are discussed at the conferences.
Problems with Present Program^.
-- The only supervisor/advisor/evaluator for the 70 
teachers is the director. Therefore, not enough 
conferences with teachers. Only one conference 
per year is possible at the moment.
- If a problem is persistent then it is difficult 
to fit in another conference.
- If the teacher wishes to be observed, 
observations may not be immediate and the problem 
may not be attended to in time.
Past l§acher Development Programs.· The present director 
is an ex-teacher who has recently moved into this 
position. Before this Spring 1990 semester, Marmara 
University did not employ any supervision program.
lUture Teacher Deyelogment Prggramj.
- The director's aim is to form a committee of four 
coordinators to work as liasons between himself and the 
teachers.
- These coordinators will be full-time teachers and 
coordinate syllabi under their jurisdiction.
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They will be considered pen t of a management
group.
The qualifications required of these four 
coordinators are:
1. Proven teaching excellence
2. Models of good teaching
3. Have good human relations
4. Experienced teachers preferably middle-
aged .
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DATE
UNIVERSITY
INTERVIEWEE
: June 26.1990
: Middle East Technical University 
: Naz Dino, Assistant Director, School of 
English Language
INTERVIEW DATA SHEET III
Philosophy on Supervision: Supervision should not be 
evaluation. The supervision process is on-going. Peer 
supervision is most effective.
Observation: New teachers are observed approximately one 
month after hiring for evaluative purposes. Prior to 
this ovservation tutorial observations are conducted 
during the first month to help teachers adjust.
Teacher Development: Extensive pre-service or pre-hiring
training followed by in-service training of all teachers 
experienced and in-experienced.
Pre-hiring training includes:
- written exam
- interview
- potential teachers watch a video, discuss it and 
prepare a lesson.
- teaching assignment is given to each teacher
- teachers demonstrate a lesson
- hiring
the hiring process takes place following the above 
mentioned procedures. A jury and the teacher education
team are responsible for the hiring of new teachers. The 
jury consists of :
A manager
The Director of the English Language Department 
Four experienced teachers who have no administrative 
duties
The teacher education team consists of 10 members both 
administrative and non- administrative.
In-service training includes:
- accelerated basic teaching techniques are taught
- One week intensive training - 4 hrs a day/20hrs a 
week
- Teachers observe other classes for 10 hours during 
the one week intensive training.
Once the teacher has been through the in-service 
training, he/she starts teaching. During the first 
month, the new teacher is observed by a tutor from the 
teacher education team. The tutor observes the teacher 
in order to help the teacher adjust. The tutor answers 
questions and helps solve problems the teacher may be 
having. These observations are conducted in a friendly 
manner and resemble coaching. Once the tutor feels the 
teacher is ready, then a jury member observes the teacher 
for evaluative purposes.
Problems with Present Program:
The present teacher development program focuses on pre­
hiring and in-service training. Therefore the main focus
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Is on new teachers entering the program. Once the 
teachers have been observed after the first month, no 
further observation are conducted. Thus there is no 
opportunity for following up on teachers classroom 
performance. The only possibility of observation after 
hiring is the participaticn of the teacher in the RSA 
F»rogram at M.E.T.U., in which case the teacher undergoes 
6 observations.
Future developments in the program:
In the future the English Language Department hopes to 
introduce peer supervision into its present supervision 
program. Once a month teachers will observe each other, 
the purpose being to share ideas.
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INTERVIEW DATA SHEET IV
DATA April 11, 1990
UNIVERSITY : Bilkent University
INTERVIEWEE: Jane Bloomfield, Assistant Manager in charge 
of teacher training, School of English 
Language
2D Supervision is meant to develop
teachers awareness and perception of what happens in the 
class.
Qfeseryationj. Three types of observation take place. One 
type is for evaluative purposes and conducted by the 
manager. Another type is for supervision purposes and 
conducted by the assistant manager in charge of teacher 
development. One other type of observation is conducted 
for curriculum development purposes.
DeyeloEmentj. The assistant manager in charge of 
teacher training has begun a supervision system similar 
to clinical supervision. The steps in the process are as 
follows:
The teacher trainer sets up an interview date 
with the teacher to be observed 
The teacher and the teacher trainer meet at a 
pre- observation conference to discuss 
present classes
The teacher trainer observes the teacher in
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class and looks for the following criteria: 
-presence 
-rapport in class 
-classroom management 
-setting-up activities 
-use of physical resources 
-variety
The teacher and the teacher trainer meet after 
the observation to discuss the data collected 
during the observation
- If the teacher trainer feels it is necessary, she 
conducts further observations.
Evaluât ioQj_
Evaluations are conducted by the manager. He observes 
classes randomly for evaluative purposes. If the teacher 
trainer feels that a teacher she has observed is not 
improving then the manager observes the teachers class 
for evaluation.
The BUSEL program also has workshops and seminars at 
which attendance is mandatory for all teachers.
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